This paper addresses the various leadership styles, attributes, skills, and behaviors that are representative of an effective leader. Within the construct of this paper, transformational and servant leadership models are first analyzed and evaluated. The transformational and servant leadership models were chosen because of their interrelated styles, attributes, skills and behaviors which are thoroughly addressed in this paper. Then an optimal mix of leadership styles, attributes, skills, and behaviors are established. This optimal mix of leadership styles, attributes, skills, and behaviors are then synthesized within a five-dimensional construct which was developed by the author to create a Dynamic Leadership Model (DLM). A thorough understanding of the DLM enhances a leader's capability to establish, implement, and control organizational change strategies in a cultural-cognitive institutional environment. Modern organizations have become extremely complex because of the necessity to adapt to dynamic environmental factors. Thus, a primary organizational task is to identify and develop effective leaders who can create, implement, and control effective change strategies that align the organization's structure with its strategies. This paper addresses the various leadership styles, attributes, skills, and behaviors that are representative of an effective leader. Within the construct of this paper, transformational and servant leadership models are first analyzed and evaluated. The transformational and servant leadership models were chosen because of their interrelated styles, attributes, skills and behaviors which are thoroughly addressed in this paper.
effective leadership in organizations. The trait approach is viable and still used today for identifying qualities of good leaders (Northouse, 2007) . Northouse (2007) provides a list of five traits that are critical for a leader to establish successful followership which include "intelligence, self-confidence, determination, integrity, and sociability" (p. 19). Today's leaders face a business environment that is extremely dynamic in which change is consistently occurring.
Thus, it is essential that leaders are surrounded by followers who share the leader's vision and are willing to put forth the effort to accomplish the organization's goals (Bennis, 1999) .
New Dimensions 5
A leader must have the intelligence to identify changing environmental dynamics and the self-confident to make significant changes within the organization's strategy and structure to make it more adaptive. In addition, the leader must have the determination to persevere through difficult and challenging situations and keep followers believing in their vision. For effective followership to occur the leader must manifest a significant level of integrity and be able to instill this integrity and values in others (Banutu-Gomez, 2004; Bennis, 1999) . The sociability trait provides the leader the ability needed to create and enhance shared meaning and generate true followership.
Leadership Style
In addition to leadership traits, the leadership style school of thought views leadership from a differing paradigm but provides a very important contribution to leadership theory. First, many leaders today use an "authority-compliance" style which emphasizes task and job requirements and places little emphasis on people other than as resources for accomplishing the job (Northouse, 2007) . In the long run this leadership style tends to lead to low morale and poor efficiency. A second leadership style is called the "country club management style" which deemphasizes production processes and places high significance on inner relationships within the organization (Northouse, 2007) . This leadership style can result in high morale with a low level of production efficiency. A third style used by leaders is called "impoverished management" which involves minimum effort to accomplish objectives or maintain worker satisfaction levels (Northouse, 2007) . This leadership style is very lax and results in mediocre morale and poor performance.
The fourth leadership style is called "team management" in which people work together because of a common vision in which there is a relationship of trust and respect between New Dimensions 6 leadership and followers (Northouse, 2007) . Most often "team management" provides the highest level of worker satisfaction, morale, and production efficiencies (Chakraborty et al., 2004; Chalofsky, 2003; J. B. Quinn, 1985) . The fifth and last leadership style is called "middleof-the-road management" and entails a balance of organizational performance and worker satisfaction. On the surface this leadership style may appear to be the best because it is balanced in the middle of the other four styles. However, more often than not the style can perhaps lead to mediocrity and complacency in the organizational setting.
Leadership Models
As the various schools of leadership thought have emerged with numerous trait and style approaches, several distinctive leadership models have evolved. Thus far in the discussion, various leadership traits and styles have been addressed in addition to their potential outcomes. Now we will identify several leadership models which include charismatic, transactional, transformational, servant, and situational. First, charismatic style leaders exemplify extraordinarily powerful leadership characteristics that inspire and direct followers by building their commitment to a shared vision and values (Hoogh et al., 2004; Mannarelli, 2006) , Second, transactional style leaders engage in a process of social exchanges with followers and that involves a number of reward-based transactions (Avolio & Bass, 1999; Bass, 1990) . Third, transformational style leaders inspire followers to share a vision and empower them to attain the vision by providing the necessary resources to develop their full personal potential (Bass, 1990 (Bass, , 1999 Bass & Avolio, 1993) . Fourth, servant style leaders place their follower's interest before their own, emphasize their follower's personal development, and empower their followers (Banutu-Gomez, 2004; Covey, 2006; Rowe, 2003; Wheatley, 2004) . Fifth and last, situational style leaders use a style that is most appropriate to their particular situation and/or environment New Dimensions 7 that can encompass one or more of the above mentioned leadership styles (Baum & Locke, 2004; Leahy, 1997; Weick, 2002) As one can determine from these leadership style models, there is significant diversity in the various approaches to leadership. However, because of their similarities in styles, attributes, skills, and behaviors, the focus of this paper is on the transformational and servant leadership models. Next, transformational and servant leadership will be analyzed and evaluated.
Transformational Leadership Model
Personal perspective. According to Quinn (1996) , transformational leaders are internally driven visionaries who are able to "see beyond technical competence and political exchange" (p. 127). Also, Quinn clearly states that the transformational leader focuses from a paradigm where the first priority is vision realization and behaves within a construct of a formal moral system, attains power from a core set of values, provides behavioral integrity, is self-authoring, communicates symbolically with cohorts, is action-learning driven, and whose strategies are highly complex (pp. 122 -127) . The transformational leader is also able to continually realign their perspective or paradigm to adapt to the dynamics of an ever-changing environment. These behavioral characteristics are perceived as a tremendous strength by outside observers who often become followers.
From a humanistic perspective, the genuine transformational leader maintains a basic understanding of their organization's affirmative moral obligation (Covey, 1991; March, 1996; Tichy & McGill, 2003; Trevino, 1986) . Based on social ethics theory, an organization has a positive moral obligation to do "good" for all of its stakeholders and not harm them in any way (Freeman, 1994) . From this premise, it can be argued that the corporation has a moral obligation to do "good" for its employees who are non-owner stakeholders New Dimensions 8 (Greenwood, 2002) . Hence, a transformational leader place significant emphasis on moral and ethical factors to make decisions that eliminate the potential for harm to its stakeholders, including employees (Burns, 1978; Chakraborty et al., 2004; Chalofsky, 2003; Connolly & Myers, 2003; Covey, 1991; Downton, 1973; Freeman, 1994; Greenwood, 2002 ; C. C. Northouse, 2007) .
Cultural perspective. As the transformational super-leader impacts their organizational culture through their actions, decision making, and attitudes which in turn, enhances employee's positive perceptions and values (Argyris, 1976; W. Bennis, 2004a W. Bennis, , 2004b Bennis, 2006a Bennis, , 2006b Covey, 1991; B. C. Crosby, 1999; P. B. Crosby, 1996 ; C. C. . What this means is that super-leadership must integrate the fruits of cultural development into the organization's workforce include virtuous behavior and characteristics like trust, honesty, caring, ethics, honor, and meaning (Ahmed & Machold, 2004; Chakraborty et al., 2004; Garcia-Zamor, 2003; Lea, 2004; Tauber, 2005; Whetstone, 2003) . As super-leaders "walk the talk" of this humanistic virtue-driven program, each employee's commitment and focus on these same virtues is heightened the positive outcomes including greater job satisfaction, better attendance rates, higher productivity levels, and better morale will begin to flourish (Beck, 2006; Chakraborty et al., 2004; Chalofsky, 2003; Covey, 1991; Garcia-Zamor, 2003; Greenfield, 2004; Hamel, 2006; LaRue, 2006; Marques, 2005; Organization & management theory, 2005; Whitmore, 2004) Decision making perspective. The transformational leader's decision making processes is aligned with a Kantian Capitalism perspective in which no individual, including employees of a company, should be used as a means to an end (Greenfield, 2004; Lea, 2004; McCormick, 2006; Smith, 2004) . Rawles explains that "individuals are a self-originating source of valid claims" and definitely matter from a moral and ethical perspective (Rawls, 1972) (p. 83) . In other words, New Dimensions 9 transformational leaders ensure that their organizations do not regard its employees as a means to an ends without their full and free consent (Burns, 1978; Chakraborty et al., 2004; Covey, 1991; Greenwood, 2002; Northouse, 2007; Organization & management theory, 2005; Salopek, 2004) . The transformational leader creates a vision that benefits all stakeholders including employees and consequently, all stakeholders have a legitimate right to participate in organizational decision making that has an impact on their well being (Burns, 1978; Chakraborty et al., 2004; Garcia-Zamor, 2003; Jue, 2004; Kaler, 2003; Lea, 2004; Stainer, 2004; Vaghefi & Huellmantel, 1998) .
Paradigmatic shift. In order for paradigm shifts to effectively occur in organizations, the transformational leader thoroughly understands how each employee's cultural perception impacts their performance and productivity. As mentioned earlier, a cultural shift can only happen by acknowledging the importance of stakeholder ethics and allowing employees to actively participate in the decision making process. To accomplish this task, the transformational leader is willing to adopt a broader definition of what their organization's existence represents. Transformational, super-leaders understand that the cultural paradigm shift must encompass all aspects of the organization's culture as though it is a true living, breathing, organic entity (Argyris, 1976; W. G. Bennis, 2004; Bertalanffy, 1972; Black, 2002; van Dyck, Frese, Baer, & Sonnentag, 2005; Watters, 2006; Weick, 1987; Whitmore, 2004) . (Chalofsky, 2003; Marques, 2005; Mohamed, Wisnieski, Askar, & Syed, 2004; Salopek, 2004; Whitmore, 2004) .
Servant Leadership Model
Personal perspective. Servant leaders are different than their counterparts and the traditional concept of what a leader is or does. Banutu-Gomez (2004) states that "to succeed, leaders must teach their followers not only how to lead: leadership, but more importantly, how to be a good follower: followership" (P. 143). Accordingly, a good follower is someone who can take direction without challenging their leader. Exemplary followers as employees to take initiative without being prompted, assume ownership of problems, and participate actively in decision-making. It is the servant leader's ability to be both a great follower and a great leader that is results in their ability to inspire and motivate others.
Another important aspect of servant leadership is their ability to see more clearly than anyone else as a result of their continual and our openness to inspiration and revelation (Covey, 2006; Rowe, 2003; Wheatley, 2004) . In addition, the servant leader actively recruits exemplary followers and is open to input from them which enhances leader-follower trust (Banutu-Gomez, 2004; Pepper, 2003) . Moreover, the servant leader is willing to sacrifice themselves out of love for others and in the face of difficulty openly willing to accept fault for negative outcomes (Rowe, 2003; Wheatley, 2004) .
Cultural perspective. A servant leader willingly accepts the responsibility to contribute to the organizational culture and make the situation better for everyone and not just themselves (Banutu-Gomez, 2004; Covey, 2006) . Thus, it is their responsibility to go beyond reminding followers of the rules and requirements and instead lead by example. In doing so, it becomes the New Dimensions 11 servant leader's ultimate goal to help all employees to achieve more than just mutually acceptable goals or objectives. Rather, the servant leader strives to instill a mutual acceptance, understanding, and appreciation of a shared vision and/or goal. Additionally, the servant leader makes every effort to teach leadership to their followers (Banutu-Gomez, 2004; Covey, 2006; Garcia-Zamor, 2003 ).
An effective servant leader understands that people typically find freedom terrifying because of the number of choices and the uncertainty involved in making the choices (BanutuGomez, 2004) . Thus, the servant leader focuses on overcoming this fear through creating a shared culture and shared meaning throughout the organization. Banutu-Gomez (2004) states that "people need structure, order, and predictability to avoid a feeling of powerlessness in the organizational setting (p. 144). Thus, servant leaders are able to overcome the paradox of teaching employees to become independent and critical thinking while maintaining their subordinate status. The servant leader's key to overcoming this paradox in organizational culture is to challenge each person to lead themselves by tapping into their intelligence, spirit, creativity, commitment, and uniqueness (Banutu-Gomez, 2004; Covey, 2006; Rowe, 2003; Wheatley, 2004 ). In addition both leaders and followers must be willing to confront their fear of conflict with one another in order to avoid the development of alienation.
Decision making perspective.
A true servant leader makes decisions that focus on transforming their followers toward personal greatness (Banutu-Gomez, 2004; Covey, 2006) . By openly demonstrating a commitment to their follower's best interest the servant leader is able to create a psychological contract with their followers. In addition, because the servant leader leads by example they are able to create a social contract and thus enhance both tangible and intangible relationships with followers. Banutu-Gomez (2004) , states that "the central role of the server New Dimensions 12 leader is establishing sustainable strategic vision for the organization or community in a convincing and inspiring fashion" (p. 147). Hence, the servant leader models the organizational vision through their actions, behavior, and decisions in a visible and consistent manner (BanutuGomez, 2004; Covey, 2006; Garcia-Zamor, 2003; Rowe, 2003; Wheatley, 2004) . Article goes on to state that servant leaders "inspire hope and encourage another's by living out their convictions, facilitating positive images, and by giving love and encouragement". These actions demonstrated by servant leaders demonstrate concern for others and their needs and interests any lists its empathy and trust from followers.
Paradigmatic shift. A great servant leader can be measured by the quality of their followers. Hence, it is important to address the skills that are possessed by exemplary followers.
Thus, the servant leader strives to create a culture that can "add value to groups they are members of by focusing on goals, taken initiatives, and being who they are" (p. 145). The servant leader makes every effort to create an open systems environment in which followers feel comfortable to be themselves and group situations. In addition, there is a focus on shifting the organizational culture toward one of exemplary followers that "have a sense of direction drive and intensity" (p. 145). Again the servant leader must instill this direction and provide an environment in which motivation become self-evident. To accomplish these skills a great servant leader must create a paradigmatic shift that develops a "learning organization model" in which followers are allowed to grow and develop additional expertise (Banutu-Gomez, 2004 ).
Next, we will synthesize the transformational and servant leadership models within a fivedimensional contemporary leadership construct developed by the author (Lowder, 2007) .
New Dimensions 13 Dynamic Leadership Model

Model Components
Establishing a model for leadership is a challenging pursuit that may result in differing outcomes depending upon the framework being used. Thus far, this paper has analyzed and evaluated the transformational and servant leadership model. Thus, the paper will formulate a new model called the DLM that is based upon the evaluation and analysis of styles, attributes, skills, and behaviors contained in the transformational and servant leadership model. This model is presented within the framework of a leadership meta-analysis performed by the author that contains a matrix of criteria that encompass the various realms of leadership behavior and outcomes.
The contemporary leadership matrix establishes five areas that represent critical components of the DLM. The five preliminary levels are compiled through a meta-analysis of several researchers' theories on leadership. These five levels include personal, interpersonal, managerial, institutional, and societal (Lowder, 2007) . Each of these primary levels within the DLM contains specific leadership styles, attributes, skills, and behaviors that have been identified throughout this paper as they relate to transformational and servant leadership.
Personal Level
The leadership styles, attributes, skills, and behaviors contained in the personal level of the DLM exemplify many components of the transformational and servant leadership styles discussed earlier. The dynamic leader must maintain styles, attributes, skills, and behaviors including: maintains trustworthiness, has a strong personal ethic, is tough minded, emulates an optimism toward life, is able to remain self-motivated, establishes and follows through on goals, maintains a focus on high priority issues, learns from their mistakes, accepts consequences of New Dimensions 14 actions, consistently seeks self-improvement, consistently sets priorities, and effectively manages time (Banutu-Gomez, 2004; Bass, 1990 Bass, , 1999 Bass & Avolio, 1990 , 1993 Covey, 1990 Covey, , 2006 P. B. Crosby, 1992; R. E. Quinn, 1996 R. E. Quinn, , 2005 Rowe, 2003; Tichy & Sherman, 1994; Waterman Jr., 1987; Wheatley, 2004) . Each of these characteristics, attributes, and skills are essential for a dynamic leader's long-term success and are framed into this construct based upon the transformational and servant leadership style models.
Interpersonal Level
The styles, attributes, skills, and behaviors in the interpersonal level include: strives to trust others, demonstrates compassion, empathizes with people, is fair and objective, encourages others, guides others, and motivates others (Covey, 1990; P. B. Crosby, 1992 ; Charles C. Manz & Sims Jr., 1990; R. E. Quinn, 1996 Quinn, , 2005 Tichy & Sherman, 1994; Waterman Jr., 1987) .
Dynamic leaders who demonstrate these interpersonal leadership characteristics, attributes, and skills also exemplify many aspects of the transformational and/or servant leadership styles and are also often perceived as charismatic and influential (Bass, 1990 (Bass, , 1999 Bass & Avolio, 1990 , 1993 Hofmann & Jones, 2005; Roussin, 2006; Srivastava, Bartol, & Locke, 2006; Takala, 2005; Tichy & Devanna, 1986 ).
In addition, dynamic leaders who perform well in the interpersonal level tend to have an enormous impact on their follower's behavior and a significant impact on the organizations culture (Banutu-Gomez, 2004; Bass, 1990 Bass, , 1999 Bass & Avolio, 1990 , 1993 Bass & Steidlmeier, 1999; Bate, Khan, & Pye, 2000; Covey, 2006; Garcia-Zamor, 2003; Hamilton & Bean, 2005; Pepper, 2003; Rowe, 2003; Schruijer & Vansina, 1999; Seltzer & Bass, 1990; Tichy & Devanna, 1986; Wheatley, 2004) . However, because of the significant influence on organizational culture that is wielded by the dynamic leader, these exists the potential for New Dimensions 15 negative leadership behavior which can easily surface (McIntosh & Rima, 1997; Takala, 2005) .
Hence, in evaluating the overall effectiveness of a dynamic leader at the interpersonal level, one may discover significant irregularities as compared to the other major dimensions. Both transformational and servant leaders are masters of developing and enhancing interpersonal relationships in their organizations and thus, provide relevant styles, attributes, skills, and behaviors to the DLM (Banutu-Gomez, 2004; Bass, 1990 Bass, , 1999 Bass & Avolio, 1990 , 1993 Bass, Jung, Avolio, & Berson, 2003; Bass & Steidlmeier, 1999; Bate et al., 2000; Covey, 2006; Rowe, 2003; Seltzer & Bass, 1990; Tichy & Devanna, 1986; Wheatley, 2004) .
Managerial Level
The styles, attributes, skills, and behaviors in the managerial level of the DLM include:
creating team spirit, achieving productivity through people, delegating authority, empowering others, communicating at all levels, demonstrating candor, seeking continuous operational improvement, consistently proactive in their actions, staying close to the customer, remaining value driven, and maintaining a sound business perspective when facing dilemmas and paradoxes (Banutu-Gomez, 2004; Bass, 1999; Bass & Avolio, 1990 , 1993 Bass et al., 2003; Braga, 2002; Burke & Litwin, 1992; Covey, 1990 Covey, , 2006 P. B. Crosby, 1992; Garcia-Zamor, 2003; Hamilton & Bean, 2005; Humphreys, 2001; R. E. Quinn, 1996 R. E. Quinn, , 2005 Rowe, 2003; Seltzer & Bass, 1990; Tichy & Devanna, 1986; Tichy & Sherman, 1994; Waterman Jr., 1987; Wheatley, 2004) . Each of these styles, attributes, skills, and behaviors can be directly associated with the transformational and servant leadership models. The managerial level of the DLM determines how well the leader operates within their primary sphere of influence and control within the organization.
Institutional Level
The institutional level of the DLM shifts the focus from a micro-perspective that was used in the personal, interpersonal, and managerial levels to a macro-perspective that focuses on the organization's structural and strategic integrity. This means that the dynamic leader's styles, attributes, skills, and behaviors have a greater focus on aligning the organization's structure with its strategy. This alignment of organizational systems provides organizational stability, builds coalitions, establishes networks across organizational lines, increases efficiency, and enhances effectiveness (Amprey, 1996; Anantaraman, 1993; Asoh, 2004; Burke & Litwin, 1992; Ian & Chris, 2000; John & Wendy, 2000; Kaner & Karni, 2004; Kast & Rosenzweig, 1972; Liang, 2004; Rushmer, 1997; Salvato, 2003; Suan, 1994; Tichy, 1983; Weick, 1987) . The styles, attributes, skills, and behaviors synthesized from the transformational and servant leadership models into the DLM include: a dedication to continuous relationship building, consistently scanning the organization's internal and peripheral environment, complete focus on understanding customer needs, instilling organizational vision in followers, maintaining organizational stability, focusing on stakeholder satisfaction, and a firm committed to employee satisfaction (Anantaraman, 1993; Avolio & Bass, 1999; Bass, 1990 Bass, , 1999 Bass & Avolio, 1990 , 1993 Eisenbach, Watson, & Pillai, 1999; Gallik, 1989; Parry, 2004; Schruijer & Vansina, 1999; Tichy & Devanna, 1986) . Each of these elements are critical to aligning the organization's structure with its strategies.
Societal Level
The characteristics, attributes, and skills of the DLM at the societal level focus on the leader's impacts and/or outcomes on the organization's external stakeholders. These external stakeholders include the environment, communities, governments, suppliers, or consumers as a New Dimensions 17 result of the leader's decisions and/or their organization's operations. The DLM focuses on styles, attributes, skills, and behaviors that result in positive impacts and/or outcomes to organizational stakeholders mentioned above within the leader's control and sphere of influence.
The styles, attributes, skills, and behaviors in this area include: a focus on positive environmental impacts, is involved in community building, develops positive public relations efforts, and is committed to environmental stewardship (Bass & Avolio, 1990 , 1993 Bass & Steidlmeier, 1999; Bate et al., 2000; Garcia-Zamor, 2003; Gunther, 2001; Hamilton & Bean, 2005; Parry, 2004; Pepper, 2003; Shareef, 1991) . Both the transformational and servant leadership styles exemplify the characteristics, attributes, and skills covered at the societal level.
Next, the paper will summarize the characteristics, attributes, and skills demonstrated in the DLM.
Summary and Conclusions
Thus far, the paper has discussed and evaluated the transformational and servant leadership style models and presented a synthesis of these two models within the framework of a contemporary model called the DLM. At this point, the DLM synthesis is presented which contains all of the styles, attributes, skills, and behaviors that were developed during the evaluation and analysis of the transformational and servant leadership models.
1. Personal Level -Is trustworthy, has a strong personal ethic, is tough minded, emulates an optimism toward life, is able to remain self-motivated, establishes and follows through on goals, maintains a focus on high priority issues, learns from their mistakes, accepts consequences of actions, consistently seeks self-improvement, consistently sets priorities, and effectively manages time 2. Interpersonal Level -Strives to trust others, demonstrates compassion, empathizes with people, is fair and objective, encourages others, guides others, and motivates others 3. Managerial Level -Creates team spirit, achieves productivity through people, delegates authority, empowers others, communicates at all levels, demonstrates candor, seeks continuous operational improvement, is proactive in their actions, stays close to the customer, is value driven, and maintains a sound business perspective when facing dilemmas and paradoxes 4. Institutional Level -Dedicated to continuous relationship building, always scans the organization's environment, strives to understand customer needs, instills organizational vision in followers, maintains organizational stability, focuses on stakeholder satisfaction, and is committed to employee satisfaction 5. Societal Level -Focuses on positive environmental impacts, is involved in community building, develops positive public relations efforts, and is committed to environmental stewardship.
The DLM presents a wide array of styles, attributes, skills, and behaviors that are presented within a contemporary leadership framework to provide a more effective methodology for understanding the dimensions of leadership. The strength of this model is its straight forward approach in illustrating the many structural dimensions that are impacted by a leader's styles, attributes, skills, and behaviors. One can determine that a leader's characteristics, attributes, and skills have significant impacts across the organization's structural boundaries and the transactional and servant leadership models synthesize well within the DLM and provide a synergistic perspective for understanding leadership effectiveness. The new DLM can easily be
